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ABSTBACT 

Self- appraisal is a major component in caraar 
maturity* Forty^aix men and women completed the Career Maturity 
Inventory^ the Temperament and Values Inventoryf and rating forms 
that reguired self-estimates of the characteristics purpDrtedly 
measured by the Tefflperament and Values Inventory, Self ^appraisal vas 
defined in terms of diffarence scores between self -astimatas and 
Temperament and Values Inventory scale scores* Pearson correlations 
of the differenca scores and each of the six Career Maturity 
Inventory scales (irith coefficients corrected for attenuation by 
measurement error) provided strong support for the proposition that 
self-appraisal is a function of career maturltyii (Author/LaA) 
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Self --appraisal is a mjor componant in career maturity defined by John Crites. 
Forty^six men and woman completed the Career ^turity Inventory (CMI) (Crites, 
1973a), the Temperament and Values Inventory (TVI) (Johansson & Webber, 1976), 
and rating forms which required self-estimates of the characteristics purportedly 
measured by the TVI, Self ^appraisal was defined in terms of difference scores 
batween self-estimates and TVI scale scores, Pearson corralations of the dif-" 
fsrence scores and each of the siK CMI scales (with coefficients corrected for 
attenuation by measurement error) provided strong support for the proposition 
that self-appraisal is a function ci career maturity. 
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Self "Appraisal of Carear=Relevant Temperaments and Values 
as Related to Career Maturity 

Self --appraisal i. a major component of Crltes's model of career maturity. 
As one of five variables considered to be career choice competencies, self-^ 
appraisal is measured by the Competence Test (CT) of the Career Maturity Inven- 
tory (CMI) (Critea, 1973a). The Self ^-Appraisal scale of the CHI asks the client 
to appraise the career-relevant capabilities of hypothetical persons described 
in each item* The client chooses what he or she judges to be the best solutions 
to the described adjustinent problems; it is assumed tha\: individuals who accurately 
appraise the hypothetical situations car accurately appraise their own career-* 
rslevant characteristics, Crites Judges the Self-Appraisal scale of the CMI 
to be superior as a measure of self ^appraisal to the traditional measure , the 
comparison of Individuals^ self ^estimated tasttscorea^^th their obtained scores, 
becauae using the Self -Appraisal scale avoids the need for psychometric data 
and the use of difference scores (Crites, 1973c), 

The present Investigators sought to compare Crites ^s measure of self--appraisal 
to a variation of the traditional measure. The variation of the traditional 
fiieasura used career-relevant temperaments and values, as opposed to interests 
and aptitudes^ as the variables to be estimated and tested « Rather than use 
simple difference scores, whose unreliability has been justly criticized by 
Crlt s (1973 c)p the reliability of the obtained difference scores was estimated 
In order to correct the correlation of CMI scales wLth the difference scores 
for the memsurement error iterant In self-estlmacos. It was predicted that 
if self -appraisal g as defined as the dlfferamcs bewsen est3^.T@d and obtained 
scoras an the Temperament and Values Inventory (TVI) (Johansson S Webber p 1976), 
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were, in fact, a major component of career maturity, as defined by scores on 
the CMI scales, then correctEd corralatlons between difference scores and QII 
scale scores would. be statistically significant and negative* 

Method 

Subjects 

Forty-seven Individuals (27 women and 20 men) volunteered to participate 
in the study* The youngest participant was 16, the oldest 48 (M^21,5), Most 
of the 'participants were students (1 pre--college^ 9 freshmen in college, 9 
sophomores^ 13 juniors, 10 seniors, 3 graduate students, and 2 non-students). 
All but one volunteer (a sophomore woman, age 22) completed all instruments i 
the reported results of the study are based on a sample of 46* 
Instrumants 

The CMI was developed to assess readiness for career decision-making^ 
relative to age and educational attainment* The Attitude Scale (AS) yields 
one score based on 50 items which purport to measure five factors related to 
the choice process i involvement, orientation, independence, preference for 
factors, and conceptual understandirg, Crites (1973c) reports Internal con- 
sistancy of .74 and test-ratest reliability of ,71 for the MI-AS* 'CTie CMI-- 
CT consists of five subtests of 20 items each which purport to measure self- 
appraisal (SA), occupational Information (01), goal selMtlon (GS) , planning 
(P), and problem^solving (PS). Crites (1973c) reports Istemal consistency 
coefficients ranging from .72 to ,90 for the CMI-CT subtests. 

The TVl was developed to aseess Individual differences in temperament and 
work values In order to complement Inforaatlon concerning vocational Interests 
and abilities. There are seven bipolar temperament scales (Routine-Flexible, 
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Quiet-Active^ Consistent-Changeable, Reticent-Persuasive, Attentive-Distractible ^ 
Serious-Cheerful, and Res -rvQd--Scciabla) , which are assessed using items of the 
following sort I "Once I start a task I prefer to keep working on it until it 
is finished," (Xrue or False)* There are also seven values scales (Social 
Recognition^ Managerial/Sales Benefits, Leadership, Social Service, Task Specif- 
icity^ Philosophical Curiosity^ and Work Independence), which are assessed 
using items such as, "To be looked up to by my co-workers" (Very Important^ 
Important, Neutral, Unimportant, Very Uniffiportant) * Johansson (1977) reports 
median internal consistency estimates for the TVl ranging from ,79 to ,85 and 
median test-retest reliability coefficients ranging from ,87 to ,89, 

The investigators developed self -estimate materials based upon the 14 TVI 
scales. Subjects were presented 14 scales (including dafinitlons of the value 
scales) and given the following instructions! 

For each adjective pair (or reward value) describe yourself by marking 
the appropriate dot with an X. Describe yourself ±sl terM of how you 
compare with people in general. If you are mach like the average person, 
mark one of the dots in the middle of the scale* Xf you are more like 
the adjective on the left (If you place mora Importance on a particular 
reward value than moat people), mark one of the dots to the left of 
center according to how extreme is the reaeablance (mark one of the dots 
to the right of center according to how much more jta^ortant this reward 
value la to you)* If you are mora like the adject±r<a on the right than 
the average person (If you place less Importer ca on a particular reward 
value than most peopla), mark ona of tha dote to tbm right of center 
according to how extreme Is the reaeablanca (mark mm of the dots to the 
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left of center according to how much less Important this reward value is 
to ycu) , 

The astimatad scores based on the participants' comparison of themselves to the 
average person or to most people were translated Into standard scores which cor- 
responded to the fflarked position on each scale, Thusi, the self --estimates were 
directly comparable to the standard scores reported on the TVI. 

Results 

Sample means and standard deviations for CMI scale scores are reported in 
Table 1, The average AS score of the sample is in the 43rd percentile of Grade 
13 norms (Crltes, 1973b, p, 39), When compared to the Grade 12 norms j the 
sa^la achieved mean scores in the 52nd-66th percentile for SA, 78th-91st per- 
centile for 01 i 51st-64th percentile for GS^ 59th-69th percentile for and 
66th-76th percentile for PS (Crltes, 1973b, pp, 48-52). 

Insert Table 1 about here. 

Sample means and standard deviations for self-estimates and TVI scale 
scores for each of the seven teit^eraments and seven reward values aro reported 
In Table 2, In general , the participants' self-ratings were somewhat more ex- 
treme and more scattered than were their TJl results* However 5 the zero-order 
correlations between self-estimates and scale scores (see Table 3) were signif- 
icant and positive for five of the seven personality characteristics or tender- 
oents and for all seven of the reward values. 

Insert Table 2 about here. 
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Table 3 reports the correlations of the difference between estimated and 
obtained TVI scores and CMI scores, corrected for attenuation by measurement 
error. The table also reports uncorrected correlations of the difference 
between estimated and obtained T7I scores and CHI scores, correlations of the 
estimated and obtained TVI scores, and reliability coefficients used in the 
calculations of the corrected correlations. The coefficient used for the 
reliability of the estimated scores was derived by averaging the internal con- 
sistency coefficients reported by Holland for Self ^Estimate scores on the Self- 
Directed Search (Holland, 1979, p. 50) • The coefficients of reliability for 
the TVI scales were derived by averaging coefficients for each sex and across 
three age groups for each TVI scale as reported by Johansson (1977, p, 24). 
The coefficients of reliability for the CMI are those reported by Grites (1973c, 
p* 14 and p* 33) for Grade 12 norms. The formula used to compute corrected 
correlations was r' ^ ^CMl^D^'^ "D^CMl* which the reliability of the difference, 
scores (r^) was computed as follows; [^^e^ ^TVI^ ^ % ^ ^E^TVI (N^nnally, 

^ ^ ^EiTVI 

1978) , 



Insert Table 3 about here. 



As raported In Table 3^ all six aH scalas are correlated with aeveral of 
the difference scores between estimated and obtained TVI scores at a statistically 
significant level and in a negative direction as predicted. For those significant 
md negative coefficients i It may be concluded that higher OCT scores are aasoclated 
vlth saaller dlfferenee scores or closer estl^tes of obtained TVI scores. The 
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nuiAer of such coefficients is greategt for the Attitude Scale of the CMI and 
for the Self-Appraisal subtest of the CMI-CT. All six CMI scales are correlated 
with at least one difference score between estimated and obtained TVI scores at 
a statistically significant level and in a positive direction against prediction. 
The number of such coefficients is greatest for the Self-Appraisal subtest of 
the MI-CT, The majority of coefficients are nonsignificant. 

Discussion 

The data provide some support for the proposition that self-appraisal is 
a component of career maturity. The participants' eetl^tea of their tempera- 
ments and values corresponded reasonably well to their measured temperaments 
and values I all but two of the 14 correlation coefficients for estimated versus 
obtained TVI scale scores were algnif leant and positive. Better estimates ^ 
as reflected by lower difference scores^ corresponded reasonably well to higher 
measured career maturitv, especially as measured by the Attitude Scale and the 
Self-Appraisal subtest of the CMI* The Attitude Scale was superior to the 
Self-^Appraisal subtest in its correspondence to better self ^appraisal of tempera- 
ments and values, both in terms of number of predicted significant and negative 
correlations (eight as compared to five) and in terms of number of unpredlcted 
significant and positive correlations (one as compared to three). The item 
content of the Self-Appraisal subtest emphasises ability rather than personality 
characteristics and work values i the item content of the Attitude Scale may 
more closely overlap such characteristics, thus accounting for the greater 
correlation with self-appraisal as defined in the present investigation* 

Data concerning the applicability of' the mi as a measure of career maturity 
for adults have not been widely reported, Mthough there are advantages in 
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including a simple measure of self-appraisal as part of a career maturity test, 
as im the case of the Self -Appraisal subtest of the CMI, there may be other 
advantages in using a more direct measure of self-=appralsal with populations 
for whom the CMI may be inappropriate. In counseling college students and 
other adults, the gathering of additional psychometric data in order to make 
such an assessment My be* in fact, worthwhile when the obtained data are com- 
plementary to the basic informtion of ability and interest*. Taking the TVI 
after estimating one's scores may well be more interesting and involving to an 
adult than taking the CMI, whose items are geared to a younger group. Self- 
estimates and difference scores are not as reliable as scores on well-normed 
paper-and-pencll tests, but statistical corrections may be used. The results 
of the present investigation support the proposition that self-appraisal of 
career-relevant temperanients and values is related to career maturity and sug- 
gest that the traditional assessment method of comparing estimated and obtained 
scores is a valid approach* 
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Footnote 

1. The authors acknowledge the statistical assistance rendered by Richard P. 
Haase, Ph.D. 
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Table 1 

Career Maturity Inventory (CMI) Scores! Means and Standard Deviations 
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Table 2 

Estimted and Obtained Temperament and Values Inventory (TVI) Scores i 

Means and Standard Deviations 
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